With its dramatic boosts to effectiveness and efficiency, Business Process Reengineering (BPR) is a crucial tool for business success, thus countless businesses in various industries are inspired to get its benefits. Though these benefits are heavily related to technical matters such as cost, speed and quality; there is also a human side associated with BPR. This study is interested in an odd dimension of this human side: top managers' emotional and spiritual intelligence. More precisely, top managers' emotional and spiritual intelligences are believed to be related with their ideas about the targets and critical success factors of BPR. This study not only scrutinizes this belief, but also fills in a great gap as the literature does not offer a similar research. The operationalization stage of the study includes data from top managers of businesses in İkitelli Organized Industrial Zone (OIZ) and the findings clearly point out that top managers' spiritual intelligence is strongly and positively related with their ideas about BPR whereas there is no connection between their emotional capabilities and their mentioned ideas.
Introduction
Business literature pays a special attention to top managers for many reasons. They are the ultimate decision-makers in any business, thus they have great influence on business issues and business survival itself. The integrative nature of the business context necessitates these people's skills to step in for various managerial issues such as conflict, risk, financial, human resources, technology, change, communication, marketing, accounting, innovation, and manufacturing management. In other words, the phrase manage everything is truly a natural phenomenon for top managers. This phenomenon, moreover, is not actually limited to formal issues, the social feature of the business context necessitates top managers to take informal aspects (organizational culture, climate, citizenship behavior…) into account. Despite the presence of a vast scientific struggle to regard top managers in relation with these informal aspects of the business, there is tender research to evaluate the possibility of relationships among top managers' psycho-social features, informal issues of the business, and business operations. The research further becomes rare if the emphasis is on the relationships between top managers' psycho-social features and formal business issues solely.
The current study makes a contribution to these studies and the contribution is tightly connected with a contemporary business subject: Business process reengineering (BPR). Current business world moves away from the classical assumptions of the contingency approach due to vast and sudden changes that may happen anytime, anywhere. This truth compels top managers to be ready for grand organizational changes to match their businesses with the current, but more importantly, with possible future contexts. An easy prescription for such changes is the facilitation of BPR. BPR's detailed focus on business operations and superficial approach towards psycho-social aspects of the business cause it to be considered as a technical tool. On the other hand, BPR requires worker and manager commitment and the top managers must actively lead this process. The authors of the current study expect this requirement, especially the need for top management, to be an interesting starting point to scrutinize the existence of relationships between top managers' psycho-social features and BPR. Due to the availability of measurement and operationalization purpose, top managers' emotional and spiritual www.ccsenet.org/ibr International Business Research Vol. 8, No. 10; intelligences are used as the proxies for their psycho-social features. As these people are expected to direct BPR, their ideas about this process are also asked. Briefly, the main concern is an investigation of the existence and properties of the relationship between their two types of intelligence and their ideas about BPR.
Business Process Reengineering (BPR): Definitions and Importance
There has been a vast interest towards automatization of industrial and commercial activities in the last few decades. This interest provoked a great deal of focus on some technical aspects of many subjects such as cost formation and allocation, manufacturing, effectiveness, efficiency, and quality. On the other hand, the success of this interest has been questioned especially in the 1980s (Loveman, 1988) , which has started to be answered in the late 1990s with the general claim that business performance can actually be increased (Srivastava, Shervani, & Fahey, 1999) . The possibility of performance superiority encouraged many businesses to implement automatization, but the contemporary survival and competition required more radical approaches to overarch the limits of sole automatization, thus more complicated and inclusive implementations such as activity-based costing (e.g. Malmi, 1999 ) and total quality management (Powell, 1995) have started to be facilitated by many businesses, albeit these are claimed to be futile attempts in this current globalized business world (Barouch & Kleinhans, 2015) .
All these call for even a further radical approach, the Business Process Reengineering (BPR or Business Process Management-BPM), which has actually been voiced since 1990s (e.g. Hammer & Champy, 1993) and is still uttered today (e.g. Jeston & Nelis, 2014) . Basically, BPR is a set of radical changes on business processes with a target: dramatic increases of fundamental business performance measures such as cost, quality, service or speed (Hammer & Champy, 1993) . These business processes are not limited to be physical; informational aspects are also considered, and information production and distribution processes are simultaneously emphasized (Davenport & Stoddard, 1994) . BPR is not solely a technical concept; management philosophy should shift from a one-track mind towards radicalism (Weske, 2012) , which makes innovation a vital matter (Goksoy, Ozsoy, & Vayvay, 2012) . Although the mentioned shift is posited to render BPR a management tool according some scholars (e.g. Grover & Malhotra, 1997) , BPR is extensively defined as the system, which includes radical changes in all business processes while considering external environment to achieve competitive superiority in terms of cost, quality, customer satisfaction and many other issues (Stahl, 1998) . This definition accepts that BPR is too wide to fit into the management realm solely (Drucker, 1993) and the changes or re-makings of the business processes are not enough, the relationships with the external environment must also be re-configured (Talwar, 1993) . In this case, BPR can be perceived as an agent of organizational change.
This change is performed to have competitive superiority as mentioned, and the facilitators of superiority include methods to reduce costs, optimize resource utilization, shorten product development and introduction processes, and use total quality management effectively; all of which are essential to create value for customers (Vantrappen, 1992) . More specifically, BPR includes methods such as process visualization (Martinsons, 1995) , change management (Kettinger, James, Teng, & Guha, 1997 ), process simulation (Zarei, 2001 , benchmarking (Tka & Ghannouchi, 2014) , project management (Grover, 1999) , and process measurement (Keong, 2013) , which cross-functionally aim to remake or at least update each business process so that every activity starts to create an extra value while business members are empowered (Al-Mashari & Zairi, 2000) . The accumulation of added values creates an organization-wide aggregated value and this value is a strategic asset in order to provide competitive advantage. Therefore BPR is an agent of organizational change, but is also an agent of process-specific and organizational-level value creation tool. Its holistic feature prods the business into action in order to find or develop new capabilities, build or alter strategies, and make changes related to markets, products, or both (Thyagarajan & Khatibi, 2004) , thus BPR is simply crowned as a strategic tool.
All the facts explained so far point out that BPR can broadly be summarized as a technical issue involving the combination of process re-design, value creation and the use of information technology (Reijers & Mansor, 2005) with some social aspects in terms of management and worker capabilities (Farrell, 1994) . Despite its focus on technical features, BPR's human side is actually posited to be the most important point as people are behind every of its features. Being strategic, BPR starts with the intentions of top management and is actively applied by other business members, especially by workers. The key element is change in BPR, thus the attitudes of top managers and workers towards this change determine the fate of BPR. The premises of these attitudes are expectations from the change (Mossholder, Settoon, Armenakis, & Harris, 2000) and the coherence between these expectations and perceived results obtained (Smith, 2005) . The fear that managers or workers have for the change should be directed before implementing BPR, thus positive attitudes should be developed (Lines, 2005) so that workers (Morris & Brandon, 1993) and managers (Amanquah & Adjei, 2013) can fully commit themselves. Shortly, an organization-wide commitment is vital for BPR's success.
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International Business Research Vol. 8, No. 10; For this commitment, key people of the business with regards to BPR can be determined in advance and can be convinced in favor of BPR (Stanton, Hammer, & Power, 1992) . These key people, whether managers or technical staff, may later be effective to encourage cooperation of others in the business. All business members can be convinced that the change that comes with BPR does not jeopardize their situations by involving everyone in the process and by using positive communication (Marjanovic, 2000) . This involvement may be in the form of BPR teams, which consist of BPR insider and outsider business members as well as professional BPR consultants (Attaran, 2000) . Positive effects of BPR on the business and these effects' individual reflections can also be explained to business members (Benner & Tushman, 2003) .
Managers must extensively be emphasized in this process. Similar to workers, managers may be afraid of losing their power, the status quo, or even their jobs (Ahadi, 2004) , thus the solutions proposed in the prior paragraph can also be applied to empower management commitment. When the top management is the subject, however, commitment becomes more crucial than ever. BPR is a top-down issue (Janson, 1993) , and the top management is the starting point alas management alone is not sufficient for BPR success. As mentioned, there can be a resistance to the change of BPR, and the solutions not only include technical aspects, but also an influential communication. This fact necessities a versatile leadership style along with dynamic managerial skills at top management level (Janson, 1993) . Put other way, top managers should be capable of changing their current ideas, behaviors, and therefore their attitudes for the sake of BPR, should be motivated and should have independent-thinking skills; thus be able to perform variable, non-programmable tasks (Sutcliffe, 1999) . These changes affect how managers form and deploy business strategies, appraise and reward performance, share business-related knowledge, and communicate (Attaran, 2000) .
The Significance of Emotional and Spiritual Intelligence
Emotional and spiritual intelligence are prominent issues in the literature. Emotional intelligence (EI), which is an older subject than spiritual intelligence (SI) (Ayranci, 2010) , is defined in many ways and is much scrutinized by scholars. This intelligence is first taken into consideration by Payne (1985) and is strictly limited to be the capability of coping up with basic emotions such as fear and desire, and the feeling of pain. After being almost untouched for approximately five years, Salovey and Mayer (1989) are the first to offer a scientific model in order to study EI deeply and they contend that EI is actually perceiving, decoding, using, and managing emotions. This definition is later followed by many others. A simple definition that belongs to Martinez (1997) posits that it is the ability of an individual to correctly and dynamically assess own emotional reasoning. Other scholars consider EI to be the ability of effective emotional perception (e.g. Elfenbein, Der Foo, & Boldry, 2006) , and successful emotional appraisal (Innes-Ker & Niedenthal, 2002) .
This variety of definitions is also similar to the variety of measurement approaches. There are multi-dimensional instruments such as EQ-I (Bar-On, 1997), and there exist some uni-dimensional and more specific tools-Emotional Stroop Test (Richards, French, & Johnson, 1992) , for example. There are also context-based modified versions of these instruments (e.g. Matsumoto, LeRoux, Wilson-Cohn, Raroque, & Kooken, 2000; Ayranci, 2010) .
The business context accentuates either managers or workers if EI is the question. The results achieved about workers are generally positive-EI helps workers to fight job-related stress (Jordan et al., 2002) , increases the effectiveness of mentoring (Chun, Litzky, Sosik, Bechtold, & Godshalk, 2010) , and is very effective on workers' performance (Lopes, Grewal, Kadis, Gall, & Salovey, 2006) . The results about managers are also affirmative. EI is a facilitator in leadership process (Goleman, Boyatzis, & McKee, 2013) ; is a vital factor of managers' health and performance in the business context (Slaski & Cartwright, 2002) ; can be effective in increasing managers' performance by reducing managers' work-family role conflicts (Carmeli, 2003) , conflicts with workers (Schlaerth, Ensari, & Christian, 2013) , and conflicts due to cultural differences (Gabel, Dolan, & Cerdin, 2005) .
This study involves BPR, which is an overall organizational change and considers top managers. Therefore, it is important to precisely shed light on managers' EI-organizational change relationship. The literature points out that EI of managers becomes important if the issue is the change of organization. The change, as mentioned before, should be initiated and managed while keeping an eye on innovation. Creativity is the premise of innovation and it is especially inspired by managers' EI. It is argued that this inspiration can be made towards many issues such as workers' identification, information gathering and distribution, idea generation and sharing, and idea implementation with the aim of successful organizational change (Zhou & George, 2003) .
The literature on leadership and change further stresses EI's importance. Transformational leadership is required for organizational change and EI is an inseparable ingredient of this leadership type (Sosik & Megerian, 1999) . A transformational leader can use own EI to gain legitimacy among workers in favor of organizational change www.ccsenet.org/ibr
International Business Research Vol. 8, No. 10; (Smollan, 2011 . This acceptance particularly results with a very bright organizational change when the leader possesses appropriate communication and empathy skills (Cook, Macaulay, & Coldicott, 2004) . Emotional expression capability can also foster visionary leadership to set up the path for organizational change (Groves, 2006) , thus EI is also effective to map out how and to where the change will stir.
A summary for managers' EI-BPR relationship can be made at this point. Though some scholars (e.g. Liu & Ma, 2012) consider BPR as a technical issue, some other scholars (e.g. Marjanovic, 2000; Goksoy et al., 2012) add psycho-social facts while subjecting BPR and a further step is the notion that emotional capabilities are effective players in the design (Becker, Kugeler, & Rosemann, 2011) and implementation (Caya, Brunelle, Leger, & Grebot, 2012) processes, and thus the success of BPR. All these processes result in an overall change and it has to be managed, which in turn, highlights managers' skills (Boeker, 1997) and exclusively their emotional capabilities (Attaran, 2000) as these capabilities-especially when leadership is applied in favor of BPR (Ahadi, 2004) -can enamor managers' commitment to BPR (Crowe, Fong, Bauman, & Zayas-Castro, 2002 ) and be used to convince workers in favor of the change, which BPR brings with (Zaheer et al., 2010) .
The other intelligence, spiritual intelligence (SI), is a newer issue for business context. The business context in fact makes it odd to consider spirituality and spiritual intelligence (SI) at first. A literature review, however, points out that there are indeed attempts to relate business with spiritual issues. A noteworthy example in this sense is the workplace spirituality, which is referred to as being in a positive mood in the workplace (Shaw, 1999) via the use of religiosity (Fernando & Jackson, 2006) , a combination of religiosity and psychology (Sutcliffe & Bowman, 2000) or maybe none of these (Briskin, 1998) . Some scholars also posit that spirituality and religiosity should be separated in general (e.g. Dowling et al., 2004) and in the business context (e.g. Ayranci & Semercioz, 2011) .
At the beginning of 2000s, spirituality starts to be questioned and scholars (Emmons, 2000) claim spirituality to be a distinct type of human capability. Similar to consciousness, SI is defined as an individual's capacity to have a sense of sacredness, virtue, and the awareness that everything is interconnected in the universe (Emmons, 2000) . Other than this definition, it is simply considered to be the capacity to question the reasons of everything (Sisk, 2008) or the capability to connect to a higher power, who is the main source of every entity (Vaughan, 2002) .
Spiritual intelligence or even distinct spiritual capabilities are very new concepts in the literature, thus there are very few instruments available. Examples include Psycho-Matrix Spirituality Inventory (PSI) (Yang & Mao, 2007) , Spiritual Intelligence Scale (SIS) (Tirri, Nokelainen, & Ubani, 2006) , and Integrated Spiritual Intelligence Scale (ISIS) (Amram & Dryer, 2008) .
Besides being new, difficulties to relate spirituality with business issues resolve the SI research in business context even harder. Very few studies find out that top managers' spiritual capabilities are partly effective on the business performance (Ayranci, 2010) , spirituality and spiritual capabilities are different when top managers are considered (Ayranci & Semercioz, 2011) , spiritual leadership features of the family member top managers can affect their family businesses (Dede & Ayranci, 2014) , this intelligence is beneficial in the process of transformational leadership development (Hasani, Alam, & Sepasi, 2013) , and managers' spiritual capabilities can be used to inspire workers towards organizational goals (Zarei Matin, Kheirandish, & Jahani, 2010) . Shortly, spiritual capabilities are important actors of management and leadership. Like the case with EI, managers' SI or at least workplace spirituality are denoted to affect organizational changes positively (e.g. Fry & Cohen, 2009) and therefore, SI is expected to be related to BPR.
Methodology
As mentioned before, the main purpose of this research is to find out traces of relationships among top managers' EI, SI, and their ideas about BPR, which is modeled in Figure 1 . A questionnaire is prepared and applied to top managers of the businesses in the biggest organized industrial zone (OIZ) of Turkey, the İkitelli OIZ, which hosts 27301 businesses (IOSB, 2012) . The sample size is calculated to be 379 with a 5% margin of error and 95% confidence level (Raosoft, 2004) . Because of possible obsolete or missing data, 400 questionnaires are used for data collection process. This process is performed with the help of a professional consulting firm, which applies the questionnaires and returns the filled-in questionnaires to the authors. As per request of the authors, the firm also provides a list of the participants with their contact information. The authors phone each participant to check whether the questionnaires are really applied. The authors also consider that the top managers of big businesses should solely participate in the research for the sake of more realistic data collection. In other words, small and medium-sized enterprises (SMEs) are posited to have great difficulties for BPR facilitation (Browne & O'Sullivan, 2013) especially in the Middle Eastern context (e.g. Imanipour, Talebi, & Rezazadeh, 2012) , thus the possibility of BPR planning and implementation decreases when SMEs are focused rather than big businesses. This urges the authors to expect that managers of SMEs may have wrong, prejudiced or missing information regarding BPR and thus, they may show reluctance while filling in the questionnaires. Because of this expectation, the formal definition of SME in Turkey (Official Gazette, 2012 ) is written at the top of the questionnaire and the participating top manager is asked to evaluate own business accordingly. The answers are noted only if the business is not considered to be an SME by the top manager. This greatly limits the number of businesses and 126 questionnaires with a negative response to the SME definition are taken into consideration.
After a short introduction and the SME definition, the questionnaire starts with the items of spiritual and emotional intelligence. SI items originally belong to Amram and Dryer's (2008) Integrated Spiritual Intelligence Scale while EI items are taken from EQ-I, which is developed by Bar-On (1997) . The prior research (e.g. Ayranci, 2010) proof that these constructs can not completely be used as-is in the Turkish context force the authors to perform explanatory factor analyses. The top managers' ideas about BPR are twofold: what the aim of BPR should be and what critical factors are vital for BPR. A combination of the studies of Al-Mashari and Zairi (1999), and Jinjiri et al. (2012) is made to consider BPR. Again, an exploratory factor analysis is performed to find out the statistical structure of ideas about BPR. All these analyses are performed in the form of principal components analysis with varimax rotation. Factor loadings smaller than 0.5 are suppressed.
Initial findings suggest that SI of the top managers is made up of two factors, which aggregately explains 57.905% of the overall data. Participants' EI, on the other hand, is divided into three factors, which can cover 69.098% of all data. The factor loadings of the items and the results of reliability analyses are given in Table 1 . Although the statistical structures of SI and EI are different than the ones emerged in Ayranci's (2010) study, some factors are preserved. SI is composed of the higher consciousness, which unveils the belief towards immateriality and a higher self-being, and the self-consciousness, which is actually related to the participants' knowledge and awareness about oneself. EI includes the adaptability capability of the participant while interpersonal aspects address the participants' capacity to recognize others' emotions and the extent to which the participant can frankly interact with others.
The next step is to find out how the ideas of top managers about BPR are shaped. Factors in Table 2 are named according to Al-Mashari and Zairi (1999) , and Jinjiri et al.'s (2012) studies. A noteworthy outcome is that the top managers attribute a significant importance to managerial dimensions of BPR. Another eye-catching point is the emphasis on human side of BPR almost in every factor. All these are promising for the authors as their expectations to come up with some relationships among EI, SI, and ideas about BPR rise.
The final step is to investigate these expected relationships. The investigation is performed by structural equation modeling (SEM) and second-level latent variables are used after the proposed model in Figure 1 is further expanded. The expanded model is presented in Figure 2 . Tables 1 and 2 for abbreviations) The expanded proposed model seems to be realistic (RMSEA: 0.072 and stem-leaf and Q-plots of standardized residuals denoting a normal distribution in Figure 3) . Despite being realistic, an instant finding is that the operational dimension is not significantly related to BPR when the entire model is assessed (Equation 9 ). In other words, the participants solely note the strategic and change dimensions, and the aims of BPR when BPR is to be considered in relationship with their emotional and spiritual intelligence.
(EI) Adaptability = 0.092*Emotional Intelligence, Errorvar.= 1.06, R² = 0.0080 (1 The equations also reveal that some of the relationships between the factors and their respective concepts are weak. The interpersonal relationships seems to be the most active factor within EI, and this suggests that the participants-the top managers-pay most of their attention to human interactions. Its relationship with EI is also positive, therefore the top managers posit that it contributes positively to their emotional capabilities. Though the two other factors, adaptability and empathy have weaker relationships with participants' EI, their contributions are also positive. The factors of SI, self and higher consciousness, have positive and strong relationships with SI. Thus the top managers unveil their awareness about a higher power and their own beings when these are included within the overall model. Contrary to emotional and spiritual intelligence, BPR is taken into account by solely three factors in the model as already mentioned. Of these, strategic dimension is the most powerfully connected factor with the ideas about BPR and its contribution is also notably higher when compared with the other factors. The authors consider that the findings about the ideas related to BPR are very much expected. Precisely, it is natural for the top managers to mostly emphasize the strategic dimension of BPR as they are already the members of their businesses' strategic cadre. This cadre also necessitates taking on duties for an overall organizational change and thus, the change dimension should be regarded. The strategic cadre obligates an overall look on the business and the operations of BPR are generally lower management's duty; thus the operational dimension is not much catchy for the top managers. Finally, the aims of BPR affect the entire business, and this can cause the top managers' interest to accumulate on these aims.
The final step is to check the proposed model, the relationships among SI, EI and the ideas about BPR. The correlations presented in The authors believe that Table 3 indicates many implications. The top managers' EI is made up of their adaptability capacity and their interpersonal skills. The authors consider that the technical nature of BPR (with its strategic and change dimensions along with technical aims) may be responsible for EI-BPR disconnection-the top managers may have simply not found a common or a similar point between their emotionality-based psycho-social capacities and the technical aspects of BPR. Another implication is about the two intelligences, the top managers consider emotional and spiritual intelligences to be distinct capacities. This outcome is not expected by the authors, especially when there are proofs for their connections in the literature (e.g. Ayranci, 2010) . It is, however, important to recall that their connection is checked in an integrative model, proposed for the first time in this study. Therefore the authors believe that the holistic and integrative nature of the model may be a cause for this disconnection. Another possibility may be about the technical content of the ideas about BPR; this content may have blurred the focus on human side and thus the possible connections between these two intelligences. A last possibility for this disconnection may be related to references. Both emotional and spiritual intelligences directly address the top manager, whereas the ideas of the top managers about BPR directly address the business. This difference in addressing may have led the participants to assume that their intelligences' connections and their ideas about BPR are completely separate issues.
A final and a very interesting finding is that the top managers' spiritual intelligence and their ideas about BPR are related with each other, and moreover, this is a positive and strong relationship. Though the authors expect both intelligences to be simultaneously related with the ideas about BPR; emotional intelligence's disconnection and spiritual intelligence's connection exactly puzzles the authors at first, albeit the contents of spiritual intelligence and the ideas about BPR decrease this confusion.
Spiritual intelligence includes the self and higher consciousness. A detailed look reveals that higher consciousness is made up of top managers' prescription for guidance; sensuality and spirituality for routine tasks, decision-making, listening, addressing challenges, and personal goals. All of these can briefly be named as the top managers' use of spirituality for their own actions and decision-making processes. The three factors that make up the ideas about BPR belong to these participants and these factors propound that BPR is profoundly a top management duty. These inferences lead to the thought that the top managers are willing to articulate a connection between their spirituality capacity and their BPR duty.
The other factor, self-consciousness, is about the top managers' awareness of own weaknesses and senses, personal life interpretation and restriction, emphasis on being right, and own expression. These issues aggregately point out top managers' self-awareness, and similar to the case with the higher consciousness, the top managers deliberate a connection between their perceptions of own features and their possible compulsion of leading the BPR process.
Conclusion and Recommendations
This study addressed a relationship with a unique nature-between top managers' emotional and spiritual capacities, and their ideas about a technical matter: BPR. This human and technical aspects' relationship analysis revealed an interesting result. The top managers' own adaptability, empathy and open communication capacities are not related to their ideas about BPR. On the contrary, spiritual issues-the self and higher consciousness-are related with the ideas about BPR and the reason is considered to be top managers' belief that own spirituality and self-recognition should be taken into account if BPR's strategic and change dimensions along with its aims are to be decided by their own.
The mentioned unique nature resolves this study a preliminary research and there is no any other study to make a comparison. A quick suggestion, in this case, is to test the proposed model in various contexts such as different www.ccsenet.org/ibr
International Business Research Vol. 8, No. 10; organized industrial zones, sectors and business types. Besides an extensive research on any possible effects of these different contexts, the same model can also be tested in the international environment, thus country-based comparisons can be performed. The model can further be expanded and issues such as religiosity, social and organizational culture, and organizational climate may be added in. In other words, any relationship between the technical issues of BPR and psycho-social aspects can overarch the dominance of top managers' emotional and spiritual capacities. Considering different participants may also be noteworthy; BPR specialists are the immediate obligators of the process and therefore an analysis of their intelligences' connections with their attitudes towards BPR may uncloak absorbing results. The model tests may also be performed across top manager, middle level manager, and specialist groups in order to catch similarities or differences. All these implications and suggestions lead to a specific point: human side of BPR should extensively be scrutinized and this probe should involve spiritual issues in the workplace. 
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